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Banking is the one that provides services to customers in order to create a right image of a businessman. 
This research aims to analyze the impact of organizational citizenship behavior, counterproductive work 
behavior, and employee engagement as variable intervening through employee performance in Bank 
Perkreditan Rakyat in Batam. The difference in the behavior of each employee is a determinant of their 
performance in the company. They have increased the competition in the banking sector, which continues to 
compete to create better services. The behavior of employees has positive and negative that can be affected 
by colleagues around them. Positive behavior will affect good performance for the Organization, and hostile 
behavior will become an obstacle to an organization. Based on existing problems, this research needs to 
determine how employee behavior can be involved in their performance. Based on the author's survey, 
people who work at Bank Perkreditan Rakyat show employee behavior that needs to be considered in 
employee performance appraisal. By looking at several factors and the impact to these employees on the 
company. In general, the services provided to the financial services sector are essential aspects of the 
banking sector to improve the Organization's quality. 
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Introduction 
The competitive dimension between the financial services sector increases and changes for the better and 
more rapidly. However, to demonstrate this change, the banking industry has faced many challenges, 
especially in terms of products and services provided to customers. Many challenges arise from financial 
service companies such as Financial Technology (FINTECH), Corporate Social Responsibility (CSR), 
government agencies, and State-Owned Enterprises (BUMN), which continue to compete in reaching their 
segment, followed by commercial banks that on a mandatory basis to channel 20% of the total value of 
financing to Micro, Small and Medium Enterprises (MSMEs) and this will make the prospects for Rural 
Banks (BPR) more challenging in the future. Thus, the readiness of a company's core capital is critical to 
survive and have competitiveness.  
Employees' contributions can be seen through daily behavior in the company and the scope of work that 
impact employee performance. Bank Perkreditan Rakyat (BPR) provides an excellent opportunity to employ 
the millennial generation in the company. With this, more and more employees have different qualities where 
employees are allowed to demonstrate each individual's value to improve the Organization's quality, which 
can be seen through changes in how to serve customers. Organizations believe that to get quality, and they 
have the right to create performance standards because, basically, individual performance will significantly 
affect performance in the team and ultimately affect the overall quality of performance in the Organization. 
However, beyond that, there are many individual behaviors in different organizations and outside formal 
work situations. Some individuals have attitudes that exceed performance standards by involving themselves 




Performance is doing a task in line with the job description, resulting in achievement following the 
perfection of what Rizwa et al. (2014) want. Employee performance is the achievement or measure of 
success or failure in the job, determined by various factors. Individual employee performance has a 
significant influence, both from individual employees (internal factors) or organizational environmental 
conditions (external factors), which are also the company's actions. The internal factors, for example, are 
motivation, expectations, goals, and others. And external factors, namely the scope of the inside and outside 
the company. Having a performance that one can be proud of is one of the achievements that the entire 
company as a whole wants. If employees perform their duties properly, they can provide individual 
achievements for the company. Vice versa, if the employee's performance is terrible, it will also harm the 








Organizational Citizenship Behavior (OCB) 
Organizational Citizenship Behavior, namely employees' behavior, positively influences the Organization 
because they have unselfish behavior, but they are highly social beings. Employees like this have excellent 
performance, improving the company by being the Organization's driving force. This kind of behavior will 
make it easier to communicate and interact with organizational colleagues and minimize the obstacles to 
problems that can increase efficiency (Novliadi, 2016). Previous research linked Organizational Citizenship 
Behavior and Employee Performance was tested by researchers such as (Kambiz 2013) (Uddin, 2018). 
 
Counterproductive Behavior 
Based on (Ruky 2012), to calculate Employee Performance, a question is used that contains the 
characteristics of dimensions related to work. There are six-dimensional characteristics in order to be able to 
assess employees, namely self-quality, quantity, timeliness, cost-effectiveness, need for supervision, the 
interpersonal impact for employees who have high enough self-esteem in their work so that they have a sense 
of wanting to get the best results for their work is the level of the situation. the employee's behavior to create 
a comfortable work environment for himself. Piskin (2014) reported that Counterproductive Work Behavior 
is a form of behavior created by members of the Organization on purpose contrary to the Organization's goal. 
 
Employee Engagement 
As an emotional state, employee engagement refers to attention, motivation, and resilience in carrying out 
tasks. In contrast, as an act of behavior, employee engagement refers to concrete actions taken by employees 
who cross standard job specifications set by management to provide more or provide—the best for the 
Organization (Bagyo, 2016). Previous research related to employee engagement with employee performance 
was conducted with researchers (Uddin, 2018), (Madhura, 2013). 
 
Research Method 
This study's population consists of all employees at 5 (five) BPR in Batam with 360 employees. This 
study's samples consist of 360 employees who worked at 5 (five) BPR in Batam. This study uses a total 
sampling technique, using a questionnaire instrument. The method used is the Slovin method, and the data 
analysis is used in SPPS and PLS. 
Organizational Work Behavior is more effort by individuals within a company that directly or indirectly 
increases organizational effectiveness, such as helping colleagues, doing volunteer duties, and obeying rules 
and procedures—organ et al. (2018). 
Counterproductive Work Behavior can define all activities carried out by individuals in an organizational 
environment intentionally or not to interfere and harm the performance of those around them. This behavior 
can be understood as harmful to themselves, others, and the Organization (Bagyo, 2018). The list of 
questions regarding the Counterproductive Work Behavior questionnaire was adopted from the questionnaire 
developed by (Linda Koopmans, 2014). 
According to Sedarmayanti (2011), employee performance is a unique way to get increased results in 
organizations, teams, and individuals to follow agreed goals and standards. Questions about Employee 
Performance are taken from a questionnaire developed with Irum Shahzadi. (2014). 
Employee Engagement is an action to determine the extent to which individual involvement identifies 
their ability to work and participates in organizational activities to be involved in a variety of emotions, 
where their involvement is essential to improve the quality of the company Schaufeli (2013) List of 
statements regarding Employee Engagement is taken from The questionnaire developed by Bhavesh (2016). 
 
Result and Discussions 
Validity Test and Reliability Test 
Based on the results of the validity test below, it shows the overall AVE results, and four variables fall 
into the valid criteria because it has AVE values, namely organizational citizenship behavior (0.830), 
counterproductive work behavior (0.528), employee engagement (0.651), and employee performance (0.797). 
The data processing reliability in the table below shows the calculation of composite reliability for the 
organizational citizenship behavior variable of 0.907, counterproductive work behavior of 0.847, employee 
engagement variable of 0.881, and employee performance variable of 0.887. These results show that all 
variables have composite reliability, a level higher than 0.70 Beckett et al. (2017). 
 
Hypothesis Testing 
Results of hypothesis testing in Table 1 show that H1 is accepted with a probability value of 0.000, H2 is 
accepted with a probability value of 0.005, H3 is accepted with a probability value of 0.000, H4 is accepted 










Table 1. Hypotheses Testing 
 
Variable T-Statistics P-Values Conclusion 
Organizatuinal Citizenship Behavior 
-> Employee Performance  
8,134 0,000 H1 is accepted 
Organizatuinal Citizenship Behavior 
-> Employee Engagement 
8,241 0,000 H2 is accepted 
Employee Engagement -> 
Employee Performance 
5,251 0,000 H3 is accepted 
Countraproductive Work Behavior -
> Employee Engagement 
11,146 0,000 H4 is accepted 
Countraproductive Work Behavior -
> Employee Performance 
1,478 0,140 H5 is not accepted 
 
According to the number of calculated path analyses, the T-Statistic results of organizational citizenship 
behavior are higher than 1.96, so organizational citizenship behavior has a significant relationship to 
employee performance. This relationship can be analyzed for its significance because employees who do 
work outside the Organization's demands and responsibilities voluntarily aim to help and will affect good 
employee performance. The test results are in line with Bagyo's research (2018), which shows that 
organizational citizenship behavior is significantly connected to employee performance. 
Based on the results of the path analysis, the T-Statistic Counterproductive Work Behavior results are low 
than 1.96; counterproductive work behavior has a negative effect and has no significant relationship to 
employee performance, causing members who have deviant behavior by consciously choosing to engage in 
harmful behavior that can interfere with organizational continuity and will make their performance worse. 
The test results are in line with those tested by Bagyo (2018), which shows that counterproductive work 
behavior harms employee performance. 
Based on the path analysis calculation, the T-statistic results of organizational citizenship behavior were 
more significant than 1.96; then, organizational citizenship behavior has no significant relationship to 
employee engagement. This relationship can be interpreted that employees who have this behavior who 
perform voluntary work will involve employees in every Organization aimed at corporate welfare. This test is 
in line with the results of the Bagyo test (2018). where showing organizational citizenship behavior has a 
relationship to employee engagement. 
Based on the path analysis results, the T-Statistic results of counterproductive work behavior were more 
significant than 1.96. Counterproductive work behavior has a significant relationship to employee 
engagement, which causes its significance to be employees who take negative actions on purpose and engage 
in actions that can harm themselves. The test results are not in line with Bagyo's research (2018), which 
shows that counterproductive work behavior is negatively related to employee engagement. 
The path analysis calculation shows the T-Statistic results for the variable employee engagement of 1.96; 
then, Employee engagement has a significant relationship with employee performance. This engagement 
causes the significance of members who have enthusiasm for work and fully perform at their best, which can 
have a positive impact on the organization and performance appraisals. This test is in line with the test results 




The findings show that organizational citizenship behavior has a significant effect on employee 
performance and employee engagement. Employee engagement has a significant effect on employee 
performance. Counterproductive behavior has a significant effect on employee engagement. In contrast, 
counterproductive behavior harms employee performance. 
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